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Summary 
 
In the last decade the work population is ageing. Although older employees 
attracted considerable research interest, there is still a serious lack of studies including 
employees aged 60 and above. This phenomenon includes studies on the effect of 
HRM-practices on the motivation of older employees (Kanfer and Ackerman, 2004). 
This thesis attempts to address this lack of knowledge by examining whether the 
qualitative motivation positively influences the creative job performance of older 
employees. Therefore it is considered that older employees have three basic needs 
(autonomy, belongingness and competence) which have to be satisfied in order to 
promote individual growth, well-being, and performance in diverse life domains 
including work. Additionally, this research explores whether the HRM-practices 
positively moderate the relationship between qualitative motivation and creative job 
performance of older employees. In order to investigate the HRM-practices four 
specific HRM-practices were selected based on existing literature. The four HRM-
practices are training, feedback, participation in decision making and teamwork. 
A quantitative research method was used (a- select cross-sectional survey). A 
number of 93 observations could be included in the data analysis. The survey 
comprised standardized measuring instruments and scales. The limitations of the 
research concern the validity and are mainly due to the limited number of 
observations that could be included in the data collection.  
The research findings presented a positive influence of qualitative motivation on the 
creative job performance of older employees. These findings are in accordance with 
the earlier findings of Vansteenkiste, Lens and Deci (2006) and Bakker and Demerouti 
(2007). In that respect the results specify in a very modest way, within the grounded 
theory of human motivation (self-determination theory) that the positive relation 
between qualitative motivation and creative job performance is also applicable for 
older employees. In this respect not chronological age but qualitative motivation 
plays a key role in the creative job performance of older employees. Thus the 
suggestion made by Simpson, Greller and Stroh (2002) that age related motivational 
variables -rather than chronological age per se- play a key role in successful work 
outcomes for older workers, is confirmed by the research results as far as 
chronological age is concerned. 
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The research outcomes on the HRM-practices presented that training had a 
significant, positive effect on the creative job performance. The hypothesis on 
feedback did not meet statistical requirements and was therefore excluded from the 
research. The HRM-practices participation in decision making and teamwork did not 
yield a significant effect. Furthermore, none of the HRM-practices yielded a 
moderating effect but teamwork presented an almost significant moderating effect. 
This outcome was analyzed in more detail by entering the regression coefficients in a 
worksheet to plot the two way interaction effect of the unstandardized regression 
coefficients. A negative interaction effect was found. Thus teamwork presented an 
almost significant, negative moderating effect on the creative job performance of 
older employees.  
The significant, positive outcome of training suggests that the effect of the HRM-
practices training relates to the qualitative motives of older employees and therefore 
positively influences their creative job performance. This suggests that the HRM-
practice training, which theoretically refers to the basic need competence, could be 
defined as an important job resource for older employees in relation to creativity.  
Furthermore the finding on training and older employees is not in accordance with 
the findings of Ng and Feldman (2012). Their empirical research proved that age was 
weakly negative related to training and career development variables. But then their 
research question was not framed to examine ‘’creativity’’ and their research 
included employees that were 40 years and older. 
None of the HRM-practices moderated the relation between qualitative motivation 
and creative job performance. An almost significant, negative moderating effect 
was found for teamwork. In relation with the job demand resource work model this 
might suggests that teamwork could almost be seen as a job demand by older 
employees in relation to the research objective. Job demands are defined as a 
moderator in this model. This suggests that teamwork might become an emotional or 
a social work demand, in other words a work pressure, for older employees in regard 
to creative job performance. 
Suggestions for further research concern mixed research methods on the actual 
research topic and additional research on the findings concerning the HRM-practices 
training and teamwork in relation to the creative job performance of older 
employees. Practical implications are the fact that training and a broad work context 
might be considered as opportunities by organizations to foster the creative job 
performance of older employees. 
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Chapter 1: Introduction 
 
In The Netherlands the number of people aged over 651 is rising in an expedited 
manner from 2.7 million in 2012 to 4.7 million in 2041 (CBS, 2011). This phenomenon has 
an urgent relevance to the management sciences as the legislation on the 
retirement age changed in several European countries from 2014. This means for 
example in The Netherlands that the retirement age will be raised gradually until 67 
years in the year 2021. These facts show that the workforce is relatively becoming 
older. Therefore employers have to rely increasingly on an aging workforce while at 
the same time they must keep their competitiveness. In this context it is relevant to 
mention that companies need to be creative and innovative at all times too stay 
ahead of the competition. 
1.1 Problem definition 
 
The demographic transition of the ageing (work) population has already occurred in 
most developed countries and it is rapidly underway in many developing nations 
(Alley and Crimmins, 2007). Although the older employees have, in this respect, 
attracted considerable research interest during the past decade, age-related 
Human Resource Management policies still have not resulted in career development 
investigations and practices to respond to the needs of the future labor market.  
Human Resource Management (HRM) practices form a key element for the 
management of an organization to support the company’s human capital to 
operate on behalf of the organization and its competitiveness. Given the fact that 
qualitative motivation contributes to the proper and good functioning of employees 
and the fact that it is fueled by the satisfaction of a person’s basic needs -Autonomy, 
Belongingness and Competence (ABC)- the expectation in this thesis is that HRM-
practices that enhance basic need satisfaction also enhances the quality of the 
motivation and its related job performance (Van den Broeck et al., 2009). Since there 
is a lack of knowledge about the effects of HRM-practices concerning the motivation 
                                                          
1The listed age of 65 to 67 gives an indication of the retirement age in Holland until 2021. It is not 
equal to the delimitation of the research population. The research population is defined in this thesis, 
according to literature, as the employee of 60 years old or above. 
   
9 
 
and job performance of older employees (Kanfer and Ackerman, 2004) it would be 
interesting to explore this topic from a scientific point of view. 
1.2 Research question and objectives 
 
The main research question of this study is as follows: “What influence do HRM-
practices have on the relationship between the qualitative motivation and the 
creative job performance of older employees?”  
 
 
 
         
 
Diagram 1: Conceptual framework 
The independent variable is called “qualitative motivation” and is defined in 
accordance with the self-determination theory (Ryan and Deci, 2007). The 
dependent variable is called “creative job performance” and is defined as a set of 
task and team related job outcomes within the “idea generation stage”2 (Kanter, 
1988; De Stobbeleir et al., 2010) including the dispositions: proficiency, adaptivity and 
pro-activity which are in accordance with the findings of De Stobbeleir et al. (2010). 
The moderator in this conceptual framework is a set of HRM-practices (training, 
feedback, participation in decision making and teamwork) that relate to the 
satisfaction of the basic needs of older employees. The sample framework is the older 
employee and includes employees of 60 years of age and older.  
To determine the main research question two hypotheses are designed. The first 
hypothesis is based on the fact that basic need satisfaction is the underlying 
condition for intrinsic motivation which leads to well-being, corresponding attitudes, 
behavior and work performance like for example creativity. The self-determination 
theory (Ryan and Deci, 2007) argues that individuals have three basic needs 
(autonomy, belongingness and competence) that need to be satisfied in order to 
promote individual growth, well-being, and performance in diverse life domains 
including work (Ryan and Deci, 2000). This results in the following hypothesis. 
                                                          
2 The creative process consists of three stages: idea generation, idea promotion and idea realization 
or implementation.  
Creative job 
performance 
 
Qualitative motivation 
 
 
HRM-practices 
) 
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H1: Qualitative motivation positively influences the creative job performance of older 
employees. 
The second hypothesis is built on the construct of qualitative motivation and the 
findings of Kanfer and Ackerman (2004) on the increase of intrinsic motivational drives 
and the increase of autonomous motivation within older employees. The assumption 
is that HRM-practices that sufficiently appeal to the fulfillment of basic need of older 
employees will have a moderating effect on the relation between qualitative 
motivation and the creative job performance of older employees. This results in the 
following hypothesis. 
H2: HRM-practices positively moderate the relationship between qualitative 
motivation and the creative job performance of older employees.  
1.3 Theoretical relevance 
 
The initial research objective of this study is to determine whether there is a 
relationship between qualitative motivation and creative job performance for older 
employees. This is interesting since the existing academic literature usually connects 
the variable motivation with the more in general defined variable job performance or 
attitude and behavior (SDT). Furthermore, the dimension of age specifies this research 
even more. In the present research age is defined as “the older employee” and 
includes employees of 60 years of age and older (Bal et al., 2008; Warr, 2008). 
The second objective of this research is to determine whether HRM-practices have an 
influence on the relation between qualitative motivation and creative job 
performance. And if so, the objective is to establish the nature of the influence. In this 
respect (Kanfer and Ackerman, 2004) mention a lack of knowledge about the effects 
of HRM-practices related to the motives or value patterns of older employees. 
Although it is indisputable that some cognitive, physical and mental changes take 
place while people grow older, it is less certain how these changes impede on the 
older employees’ well-being. Recently scholars seem to agree that the picture of the 
older employee is not as negative as thought (Peeters and Van Emmerik, 2008). 
Furthermore one may conclude that although the work population is ageing and 
older employees attracted considerable research interest, there is still a serious lack of 
studies including workers aged 60 or above (Bal et al., 2008; Warr, 2008).  
Paauwe and Boselie (2005) also mention the fact that a detailed investigation of the 
conceptualization and operationalization of HRM-practices reveals that little or no 
   
11 
 
attention has been given to the degree of coverage of HRM differentiation between 
employee groups. 
In line with this, the work on barriers to employee development among midlife and 
older workers by Simpson, Greller and Stroh (2002) has not yet been followed up. The 
work suggests that age-related changes in motivational variables -rather than 
chronological age or cognitive abilities per se- play a key role in successful work 
outcomes for middle aged and older workers.  
Whereas at the same time, given the ageing work population and the apparent 
inevitability of constant change, organizations have to learn to cope with these social 
developments to maintain a solid competitive position. Therefore, job performance 
and the ageing workforce are of major managerial and academic interest 
(Blomberg, 2014). 
To address the above mentioned scientific relevance for further study, this study aims 
to explore and improve the knowledge about HRM-practices and its influence on the 
relationship between qualitative motivation and creative job performance of older 
employees. 
1.4 Practical relevance 
 
The theoretical outcomes of this research may support organizations in their quest for 
effective age related Human Resource Management policies that respond to their 
goals, the needs of the future labor market and their aging employees. 
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Chapter 2: Theoretical framework 
 
This chapter is structured as follows. First the sample framework is theoretically 
substantiated. Subsequently, the variables and the supposed relationships between 
the different variable are described based on scientific literature.   
2.1 The older employee 
 
In the work context the following research results were found by Ng and Feldman 
(2012) on organizational change variables and the age of employees. They noted 
that age was weakly positively related to computer self-efficacy, problem-focused 
coping, self-rated proactive work behavior and role breadth self-efficacy. It was 
found that age was not significantly related to organizational change, risk taking, 
creative self-efficacy and innovative behavior (Ng and Feldman, 2012). Furthermore 
the empirical research proved that age was not or was weakly positive related to: 
motivation variables, organizational change variables, less trusting variables, less 
healthy variables and work-family balance variables. Only a weakly negative relation 
was found towards training and career development variables.  
Earlier Ng and Feldman (2008) examined the relationship between age and 
counterproductive work behavior, like: workplace aggression, tardiness and 
absenteeism. They found that older employees demonstrate more citizenship and 
greater safety-related behavior. In fact, they appear to be practically disengaged 
from counterproductive work behavior. Ng and Feldman (2010) findings revealed 
that older employees expressed more favorable job attitudes.  
Importantly, within the self-determination theory and the concept of qualitative 
motivation, findings of Ng and Feldman (2012) showed that older employees 
reported relatively high levels of intrinsic work motivation, job involvement and 
relatively lower levels of job depersonalization.  
In contrast to what the negative stereotyping of the elderly employees  would 
suggest, these results show that age does not inevitable implies less motivation, less 
health, less creative self-efficacy or innovative behavior (Peeters and Van Emmerik, 
2008).  
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Several researchers have examined the concept of aging and age related changes. 
In this regard (Kooij, 2010) found that aging is more than an increase in calendar age 
alone. Aging also means all kinds of biological, psychosocial and social changes. 
According to Kanfer and Ackerman (2004) there are four age-related changes. They 
mention a loss in physical abilities, for example a loss of short-term memory but on the 
other hand they mention a gain or profit in physical abilities for example an increase 
in general knowledge and vocabulary. Furthermore they found a growing need for 
reorganizing personal preferences for example a shift in motives from individual 
performance to social interaction to obtain social support. Last but not least they 
found a growing need for exchange, such as the change in personality for example 
from extrovert and open, to conscientious and compliant.  
An additional approach to age-related changes is also mentioned by Kanfer and 
Ackerman (2004). They suggest that only looking at the calendar age gives an 
incomplete picture of aging in the workplace. Sterns and Doverspike (1989) 
distinguished, in this regard, five different approaches to the aging of employees. First 
of all they mention the chronological age or the calendar age. Secondly they 
mention the functional or performance age which relates to the performance of 
employees, and recognizes that capacities differ for employees of different ages. The 
third approach to aging is the psychosocial or subjective age. This concept is based 
on the social and self-perception of age and it is usually defined by the age the 
individuals would like to have mainly based on perceptions of the social environment, 
such as stereotypes. They also mention the concept of the life-cycle age which 
covers the possibility of behavioral change at any time during the life cycle, for 
example due to unique career or other unique changes in life (Sterns and Miklos, 
1995). Finally they discuss the concept of the organization age which commonly 
refers to the prestige and seniority of the position level and the career stage, skills and 
knowledge of employees.  
Despite the various concepts of aging, the concept of aging in this research will be 
defined by the calendar age. First of all due to the fact that it is one of the five 
approaches for aging of employees that Sterns and Doverspike (1989) suggested. 
Secondly because the research of Aaltio et al. (2014) shows that the chronological 
age is the best way to measure, understand and conceptualize the age of 
employees. In this respect the fact that we want to examine employees of 60 years or 
older is taken in to account and the fact that it is essential to have a structural age 
basis without inequalities for measuring the influence of HRM-practices. Therefore the 
chronological age is the only approach that can really contribute to this thesis (Aaltio 
et al., 2014). Finally, the (quantitative) methodology of this research was considered.  
   
14 
 
As a survey will be used it is more practical and accurate to base the survey’s sample 
frame on the chronological age of the employees.  
Now that the concept of calendar age is established it is important to determine the 
included age categories. Ng and Feldman (2010) mention the 1967 U.S. Age 
Discrimination and Employment Act in which older employees were defined as those 
who are 40 or above. However, what we perceive nowadays as an older employee 
may have shifted a little from 1967 as Ng and Feldman (2008) noted that the 
definition of older workers changes over time.  These days employees around the age 
of 40 are more and more distinct as mid-life employees. Furthermore (Bal et al., 2008; 
Warr, 2008) concluded that, although the work population is ageing and older 
employees attracted considerable research interest, there is still a serious lack of 
studies including workers aged 60 or above. To be able to address this lack of studies 
the definition of the older employee -and the research sample framework- in this 
research will consist of employees of 60 years of age and older (Bal et al., 2008; Warr, 
2008).   
Although there is hardly any study on the effect of different conceptualizations of 
age on work motivation surveys, previous research shows that different 
conceptualizations of age have different effects on work outcomes (Cleveland and 
Shore, 1992). This fact will be addressed in the section on suggestions for further 
studies.  
2.2 The independent variable: qualitative motivation 
 
The literature shows that considerable research efforts have been invested in work 
motivation and predicting job performances. A reasonably recent perspective is 
called the self-determination theory in the work context (Ryan and Deci, 2007). This is 
a macro theory of human motivation. It belongs to the domain of the positive 
motivation psychology. A well-known contribution on motivational psychology was 
Maslow's hierarchy of needs, proposed by Abraham Maslow in his 1943 paper "A 
Theory of Human Motivation" in 
Psychological Review. This theory 
parallels many other theories of human 
developmental psychology, some of 
which focus on describing the stages of 
growth in humans.  
Figure 1. Maslow's pyramid on the hierarchy of needs 
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Maslow used the terms "physiological needs", "safety needs", "belongingness" and 
"love" (“social needs”), "esteem needs", "self- actualization", and "self-transcendence" 
to describe the pattern that human motivations generally move through. Maslow's 
hierarchy of needs is often represented as a pyramid with the more basic needs at 
the bottom. As the basic needs are fulfilled, needs higher up in the hierarchy become 
apparent to a person.   
The self-determination theory does not focus on how much motivation people have 
(quantity of motivation) but focuses on how well people are motivated (quality of 
motivation) (Vansteenkiste, Lens and Deci, 2006).  The quality of motivation addresses 
the fulfillment of the most important human needs, autonomy, belongingness, and 
competence.  It also addresses what people aspire (extrinsic or intrinsic goal 
orientation) and why they are pursuing these goals (behavioral regulation from 
controlled to autonomous motivation). In this present research qualitative motivation 
is defined in accordance with the self-determination theory as mentioned above. 
The self-determination theory argues that fulfillment of qualitative motivation 
contributes to the proper and good functioning of a person. This is confirmed by 
empirical research. The focus on the underlying human mechanisms of motivation 
(fulfillment of basic needs, ABC) makes it possible to fully understand the motivation 
of employees (Van den Broeck et al., 2009). The relationship found between the 
qualitative motivation and behavior within the self-determination theory will be the 
starting point of the research model in this thesis. The research focuses on the 
satisfaction of basic needs of older employees from a personal and self-reported 
perspective, building on the findings of Kanfer and Ackerman (2004) on intrinsic and 
autonomous motivation of older employees. 
 
          
  
 
 
 
Diagram 2.  A motivational analysis from the Self Determination Theory 
Development history 
Self evaluations 
Leadership, job design, 
organizational structure  
Qualitative motivation 
Satisfaction of basic needs 
Intrinsic vs. extrinsic goal 
Autonomous vs. controlled motivation 
Attitudes Well being Behavior 
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Within the self-determination theory satisfying basic needs is seen as an important 
condition for proper functioning of employees in terms of well-being, attitudes, 
cooperative and productive behavior. Self-determination theory scholars regard 
satisfaction of the basic psychological needs to be essential for humans to actualize 
their potentials, to flourish and to be protected from ill health and maladaptive 
functioning (Van den Broeck et al., 2008). Fulfilling these needs can therefore be an 
important goal for HRM- practices.  
As mentioned, qualitative motivation in this study focuses on how well people are 
motivated (quality of motivation) (Vansteenkiste, Lens and Deci, 2006).  In this 
research the self-determination continuum is used to determine the state of the 
employees’ qualitative motivation. In the continuum, the variable motivation is 
described from controlled to autonomous motivation (Van den Broeck, 2013). 
Controlled motivation is driven by extrinsic punishments and rewards such as 
compliments and bonuses (external regulation). Employees may also reward or 
punish themselves, for example by feelings of pride or debt (introjection). 
Autonomous motivated employees are driven by the feeling that their task is 
important or valuable (identification) or interesting (intrinsic motivation). This kind of 
motivation is called intrinsic because it is located in the task itself and not in 
something outside the task. Furthermore, autonomous motivation is accompanied by 
the fulfillment of the basic needs (ABC). The self-determination continuum is an 
adaption of the model of Ryan and Deci (2007), by Van den Broeck (2013).  
Extrinsic motivation 
 
Intrinsic 
motivation 
 
External  
rewards, 
punishments 
and 
expectations  
bonus, 
dismissal 
 
Internal 
rewards, 
punishments 
and 
expectations  
guilt, fear, 
pride 
 
The activity is 
personally 
important or 
valuable 
 
The interest 
of the activity 
is an integral 
part of one’s 
values 
pattern 
 
The activity 
in itself is 
fun or 
interesting 
Controled motivation  Autonomous motivation 
Figure 2. The self-determination continuum (Van den Broeck, 2013)   
 
external 
reg  regulation 
introjected r. 
 
Identified r. 
regulation 
reregulatie 
Integrated r. 
 
Intrinsic 
motivation 
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Additional evidence on the relation between motivation and creativity and HRM- 
practices (job resources) is the finding that (the quality of) motivation is the underlying 
mechanism for all relationships in the Job Demand Resource Work Model (JD-R 
Model). In the JD-R model of work engagement (Bakker and Demerouti, 2007) 
demonstrated that work engagement is a predictor for job performance. Creativity is 
one of the items by which job performance is defined. 
 
 
Figure 3. Job Demand Resource Work Model (Bakker and Demerouti, 2007) 
Given the fact that qualitative motivation is fueled by the satisfaction of basic needs, 
the expectation is that HRM-practices that enhance basic needs satisfaction 
(Vansteenkiste, Lens and Deci, 2006), also enhance the quality of the motivation and 
its related work performance like creativity.  
2.3 The dependent variable: creative job performance 
 
Creative job performance in an organizational context is conceived by several 
scholars (Kanter, 1988) as a multistage process consisting of three stages: idea 
generation, idea promotion and idea realization. Idea generation refers to the 
production of a new idea. In the phase of idea promotion, the acquisition of 
information, resources, and support required to move the idea into practice is 
central. The creative process then ends with the ultimate implementation or 
realization of the idea so it can be applied within a role, a group or within the total 
organization (Kanter, 1988).  
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Interesting is the fact, that De Stobbeleir et al. (2010) revealed that the dispositions 
that appear to play a significant role in the three stages differ from each other. Most 
important idea generation requires an employee to have a creative mind. In terms of 
having a deep understanding of the work and “a rich inner experience of the world”, 
“seeing life from a wide variety of perspectives and angles” and “having an eye for 
new opportunities in any given situation”. Furthermore one must be able to combine 
autonomy with responsibility. For the idea promotion stage perseverance and a 
communicative personality emerged as critical factors. For the idea realization stage 
dispositions beneficial for implementation prevail, like: being task-oriented and result-
oriented. Creativity is less needed in this stage. 
This study will focus on the idea generation stage because in this stage creative 
dispositions are a critical factor. In this respect a deep understanding of the work and 
its context is defined as having broad knowledge, skills and experience at one’s 
disposal (proficiency). Seeing things from different perspectives is defined as being 
flexible and being able to adapt one’s thinking to new contents or contexts and 
being able to work in a changing environment. For example the employee must be 
able to adjust to new equipment, processes or procedures and changes in core tasks 
(adaptivity). Combining autonomy with responsibility is expressed in this context as 
being able to go one’s own way and respond to situations that might occur in the 
future (pro-activity). For example the employee improves or initiates better ways of 
doing core tasks, reports self-initiative, is future-oriented and masters new skills. 
In general the job performance of older individuals or the work outcome is usually 
perceived as less creative, not really flexible and with low levels of effectiveness 
(Finkelstein et al., 1995). These negative relationships between age and creativity are 
supported not only by managers and coworkers and supervisors but also by the older 
employees themselves (Rothermund and Brandstadter, 2003). This implies that even if 
the older employees are creative, due to these negative stereotypes, they are 
convinced that they are not. Hence they assume that their task performance is less 
efficient because of their age and therefore, their self-esteem decreases and thus 
their creativity (Chung-Herrera et al., 2005; Mayer and Hanges, 2003). Additionally 
older employees are usually more experienced with high developed skills and 
extensive knowledge. These facts can either lead them to transform their occupation 
to an everyday routine, with habitual behaviors and low creativity levels (Frensch and 
Sternberg, 1989; Quinones et al., 1995; Feltovich et al., 1997; Ford and Gioia, 2000; 
Gilson and Shalley, 2004) or to consider their job challenging that eagers them to 
learn more, solve problems and generate innovative ideas (Amabile, 1988; Weisberg, 
1999; Ohly et al., 2006). Consequently, the creativity of the older employee is mainly 
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based on how they perceive themselves and their jobs. Therefore, this study focuses 
on researching the concept of creative job performance of the older workers by 
measuring the older employees’ his self-perceived creative abilities.  
As above mentioned, the creativity of the older employee is mainly based on how 
they perceive themselves. Therefore, this study focuses on investigating the creative 
task and team related performance of the older employee from the perspective of 
self-perception. The concept of creative work outcome will be examined and 
measured from an individual level and by means of self- report.  
In respect to job resources scholars examining older employees’ creativity at work 
found evidence that creative behavior may be raised by fostering support for 
creativity from coworkers and supervisors. They suggested that age is not directly 
related to creativity and they suggested that the relationship between age and idea 
creativity is dependent on job resources (Binnewies et al., 2008).  
2.4 The moderator: HRM-practices 
 
Although there is extensive literature on qualitative work motivation, relatively little 
attention has been given to understand the effects of aging and adult development 
on work motivation. As mentioned, Kanfer and Ackerman (2004) suggested that work 
motivation among older workers may be enhanced by organizational strategies and 
managerial practices that take into account normative patterns of adult 
development that address the motivational drives of older employees, like: 
knowledge utilization; helping, collaboration. They express in their view that job 
resources might relate to work engagement. This is in line with the findings within the 
JD-R work model (Bakker and Demerouti, 2007) and the self-determination theory 
(Ryan and Deci, 2007).  
Building on the above mentioned research frame and hypotheses, a set of HRM- 
practices is selected that relate to the satisfaction of basic needs (autonomy, 
belongingness and competence) and the motivational drives and intrinsic goals of 
older employees.  
Motivational drives and intrinsic goals are specified by various scholars. Binnewies et 
al., (2008) found evidence that creativity in older employees is raised by certain kinds 
of support, such as: fostering support for creativity from coworkers and supervisors.   
Furthermore (Cappelli and Novelli, 2010) found that a friendly environment, a change 
to use their skills, a change to do something worthwhile, feel respected by their 
coworkers, the opportunity to learn something new, help others, feel respected by 
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the boss, receive adequate paid time off, health care and insurance benefits and a 
flexible schedule are of importance to older employees wellbeing at work. 
In this context Boselie et al. (2005) investigated the link between HRM-practices and 
employees’ performance. They examined over a hundred articles that linked HRM-
practices to job performance. Based on this review, they developed a list of 26 often 
used HRM-practices. From the top ten list (Boselie et al., 2005) four HRM-practices 
were selected that fitted the motivational drives and intrinsic goals found important 
to older employees. The HRM-practices are: training opportunities (the opportunity to 
learn something new), feedback (fostering support), participation in decision making 
(feeling respected by the boss) and teamwork (a change to use skills and help 
others).   
These HRM-practices are also selected because it is possible to connect them to one 
of the basic needs and because it is possible to measure them on the employee level 
and because they have available well-validated measures (Judge et al., 1999; 
Tummers et al., 2012).  
Below the relations between the selected HRM-practices and their potential impact 
on qualitative motivation and the job performance creativity is further explained in 
the context of the older workers and their motives. 
a) Training 
 
It is expected that employees who experience training opportunities report higher 
levels of perceived competence. As perceived competence (a basic need) is 
enhanced by the experienced training opportunities the assumption is within the self-
determination theory that the quality of the motivation and its related job 
performance will be enhanced. Actual training may also enhance employees’ 
feeling of self-efficacy (Parker, 1998). Self-efficacy is defined as someone’s judgment 
of “how well“ one can execute courses of action required to deal with prospective 
situations” (Bandura, 1982). Training may also contribute to higher levels of control 
appraisal, defined as someone’s feeling that one can actually influence work-related 
decisions (Frese and Fray, 2001). Furthermore, training is mentioned as important to 
older workers by Armstrong-Stasen (2008). And among the factors mentioned within 
an ideal job, older workers referred to having the opportunity to learn something new. 
On the other hand this HRM-practice is a little controversial because in their study (Ng 
and Fieldman, 2008) found that not all older employees were inclined to use training 
opportunities. Although findings revealed that older employees expect their job to 
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promote personal development they also found that not all older employees are 
willing to take advantage of development opportunities. Last but not least they did 
not find evidence of differences in terms of cognitive abilities between older and 
younger workers. The controversy might have its origin in the presumption that training 
is a part of the employees his personal value patterns? Therefore, it is very interesting 
to get a better understanding of this particular HRM-practice within this context. As a 
result of the above, training is defined as the observed degree of encouragement to 
improve one’s performance and to seek knowledge (i.e. sharing experiences within 
peer-groups) from supervisors. As well as the actual excess given by supervisors to 
sufficient training to enable them to feel competent at core tasks.  
H2a: Perceived training opportunities positively moderate the relationship between 
qualitative motivation and the creativity of older employees. 
b) Feedback  
 
Similar to perceived training opportunities, perceived constructive feedback from 
supervisors and colleagues provides clues about how to increase self-efficacy and 
control appraisal (Crant, 2000). Through which feelings of competence, safety and 
belonging may be experienced. According to the leadership-member exchange 
theory, respondents stated that they felt appreciated or acknowledged when 
receiving feedback from their supervisor regardless of the content of the message. 
Feedback may consist of supervisors that clarify rewards, assist based on effort, 
reward achievement for example by appraisal and recognize individual 
achievements. Since helping, collaborating and respect are important intrinsic job 
rewards for older workers, it is expected that constructive feedback is an important 
HRM-practice. By the same token, constructive feedback from colleagues may 
increase employees’ feelings of appreciation. Constructive feedback from 
supervisors and colleagues may help satisfy feelings of competence and belonging 
which are important attributes within basic need satisfaction. As perceived 
competence and belongingness is enhanced by constructive feedback the 
assumption is within the self-determination theory that the quality of the motivation 
and its related job performance will be enhanced. Hence, it is expected that 
perceived, constructive work-related feedback from supervisors and co-workers 
enhances the qualitative motivation. 
In accordance with the above arguments,  feedback is defined as the observed 
degree of perceived constructive feedback from supervisors and colleagues.  
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H2b: Perceived constructive feedback by supervisors and colleagues positively 
moderates the relationship between qualitative motivation and creativity of older 
employees. 
c) Participation in decision making  
 
Participation in decision making implies, for example, that employees have a voice in 
setting performance goals and are involved in evaluating their own achievements. 
This is expected to have a positive effect on intrinsic goals setting and therefore 
enhancing the perceived autonomy. As perceived autonomy (a basic need) is 
enhanced by participation in decision making the assumption is within the self-
determination theory that the quality of the motivation and its related job 
performance will be enhanced. Therefore it is expected that this may lead to higher 
quality of motivation and as a result a higher quality of the job performance, like 
creativity, of an older employee. Similar to the aforementioned HRM-practices, higher 
levels of perceived participation in decision making results in higher levels of control 
appraisal. Moreover, being involved in work-related decisions enhances feelings of 
self-efficacy. Related to this, scholars in the field of workplace creativity stress the 
importance of establishing an open and safe work climate (Edmondson, 2004). 
Stimulating employees to participate in the decision-making processes plays an 
important role in establishing a psychological safe climate. In such a climate people 
believe that they can safely express their own opinion and, thus, are likely to come up 
with creative ideas to deal with work-related problems (Baer and Frese, 2003). 
Participation in decision making in this study is defined as the self-evaluated extend of 
freedom given by supervisors and colleagues to choose why, how and when one will 
execute core tasks. Also the extent to which one is allowed to express one’s (minority) 
views. 
H2c: Perceived participation in decision making positively moderates the relationship 
between qualitative motivation and creativity of older employees. 
d) Teamwork  
 
Last but not least, being part of a team may increase feelings of a sense of belonging 
(Van Mierlo et al., 2001). Team work may consist of the extent to which the older 
employees’ work group encourages each other (fulfilling feelings of belongingness). It 
may also consist of the degree in which the team reviews processes and 
communicates about the outcomes of evaluations (Anderson and West, 1996). As 
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perceived belongingness (a basic need) may be enhanced by teamwork the 
assumption is within the self-determination theory that the quality of the motivation 
and its related job performance will be enhanced.  
In line with the above, teamwork is defined as the degree to which the older 
employee is understood and accepted and his information is shared by colleagues 
also in these cases that there is a difference in opinion. 
H2d: Perceived teamwork positively moderates the relationship between qualitative 
motivation and the creativity of older employees. 
In summary, the aforementioned HRM-practices: training, feedback, participation in 
decision making and teamwork are important to older workers Armstrong-Stasen 
(2008). They enhance the satisfaction of basic needs (autonomy, belongingness and 
competence) which are essential to establish a higher degree of quality of 
motivation (Van den Broeck, 2009) and thus enhance higher quality of job related 
outcomes. The mentioned HRM-practices also facilitate knowledge utilization, helping 
and collaboration which are mentioned as rewards appealing to the emergent 
motives of older workers (Kanfer and Ackerman, 2004).  
2.5 The relations and effects 
 
Within the conceptual framework the cause- and effect relationship is examined 
between the self-perceived qualitative motivation (independent variable) and the 
self-perceived amount of the job performance, creative behavior (dependent 
variable) within the older employee.  
Regarding the literature of Ng and Feldman (2010) and regarding the self-
determination theory (Vansteenkiste, Lens and Deci, 2006)) a research into the 
motivation and creativity of older employees is very much possible without having to 
take into account a negative correlation between age and motivation or age and 
creativity3. 
Following this line of thinking it is expected that the higher and better the self-
perceived motivation (by fulfillment of basic needs) is assessed, the higher and better 
the self-perceived job performance, creativity is assessed by the older employee. 
In addition this study introduces a set of selected HRM-practices as moderating 
variable. A moderating variable changes the effect of the independent variable on 
                                                          
3 H1: Qualitative motivation positively influences the creativity of older employees. 
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the dependent variable, depending on the value of the moderator. The moderator 
changes the cause and effect relationship between the two variables (also called 
interaction effect). In this study the assumption is that it strengthens the positive 
relationship.  
Therefore, the following effect is examined:” the more the HRM- practice enhances 
the satisfaction of basic needs the more it enhances the self-perceived qualitative 
motivation and thus the more it enhances the self-perceived job performance, 
creativity of the older employee”. As mentioned in hypothesis 2: the idea is that HRM-
practices positively moderate the relationship between qualitative motivation and 
creative behavior, such that it strengthens or increases the positive relationship 
between the independent and dependent variable. 
As the creative job performance of the older employee is mainly based on how they 
perceive themselves, the hypothetical outcome of this effect might be another 
important control mechanism of creativity within the older employee.  
2.6 Conceptual framework4 
Hypothesis 1:  Qualitative motivation positively influences the creativity of older 
employees. 
Hypothesis 2:  Perceived HRM-practices positively moderate the relationship between 
qualitative motivation and creative job role performance of older employees. 
 
        H1  
 
   
      H2    
 
        
    Diagram 3: Detailed conceptual framework  
                                                          
4 Table 1.appendix variable codes used in questionnaire and SPSS-formats 
  Creative job 
performance (CJP)   
Proficiency, adaptivity, 
pro-activity               
 
qualitative motivation (QM) 
external regulation, introjected regulation, 
identified regulation, intrinsic motivation 
 
 
 RM-practices
Training, feedback, participation in decision making, 
teamwork 
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Chapter 3: Methodology   
  
This chapter presents the methodology used for the data collection and analysis in 
order to answer the research questions. The section starts with the research method, 
continues with the data collection and ends with the measuring instruments.   
3.1 Method of research   
 
The methodology of this research is the quantitative research method which is proven 
to be an adequate method for testing a hypothesis with multiple item constructs or 
abstract concepts (reductionism). Additionally, the quantitative method or also 
called explanatory study helps to analyze different concepts and their relations.  
The quantitative research technique integrates a logical process throughout the 
theory and assumes that scientific research models are adequate information tools 
(Bryman and Bell, 2007). This approach suggests that the result from the data analysis 
is independent of human consciousness and the variables (dependent and 
independent) are empirically measured.  
Within the quantitative method, a cross-sectional survey data analysis is implemented 
(a-select sample). To be able to conduct a valid a-select sample study the 
representation of the population is carefully considered. The population consists of 
employees of 60 years and older and employed by either a public or a private 
organization in various fields (technology, security, economics and administration). 
Furthermore individuals are included that have different educational backgrounds.  
Then the question arises: “How many observations are necessary to be able to 
conduct a valid a-select sample study?” As generally acknowledged, the bigger the 
sample size, the more accurate the outcome. This holds particularly when the 
anticipated effects are subtle, the measurements are not particularly clear or reliable 
and the structural model does not distinguish very clearly among constructs. In case 
that the variables are reliable and the effects are strong and the model not overly 
complex, smaller samples suffice (Bearden, Sharma and Teel, 1982). In this study a 
sample response of 300 observations is considered to be sufficient to statistically 
clarify the validity of the population used within the survey. 
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3.2 Data collection  
 
This paragraph describes the method of data collection. First the applied procedures 
are explained. Then the choice for certain organizations and respondents are 
explained. Finally the measuring instruments are described. 
3.2.1 Procedure   
 
The survey is an online questionnaire. The data will be used for the sufficient 
identification of the relations between the variables in order to evaluate the 
hypotheses stated (Bryman and Bell, 2007). Moreover, questionnaires allow the 
information collection to come from a sample of different participants; for example 
individuals from different work fields, positions and with different work experiences. In 
this research the participants will be, as earlier mentioned, older employees (defined 
as those who are 60 or above). Information collection from a differentiated sample of 
participants avoids a response bias and results in outcomes that are more reliable 
and accurate (Yin, 2012). The questions for the surveys are standardized and come 
from evidenced based and standardized measurement instruments5. The majority of 
items are measured by means of a Likert scale (1 to 7). The interviews will be 
electronically held via e-mails. If this may not yield enough response, interviews will be 
conducted by a paper version of the questionnaire. The structure of the survey will be 
designed according to the defined variables belonging to the conceptual 
framework, it will contain demographic questions and questions that will contribute to 
clarification of both hypotheses.  
In relation to the measurement of the dependent variable (creative job 
performance) the method of self-report is chosen: The first reason is that the workers’ 
cognitive representation and reports of their own creative disposition and creative 
job performance may be more subtle than the reports of their supervisors (Janssen, 
2000). Secondly, because the assessment of behavior at work is, like many forms of 
subjective performance appraisal, highly susceptible to idiosyncratic interpretations 
and thus likely to vary across different raters (Janssen, 2000). The assessment of 
supervisors may miss much genuine employee creative activities (Janssen, 2000). Thus 
employees will be asked to indicate how often they performed creative behavior in 
the workplace. As mentioned before the response format will be a Likert scale. 
                                                          
5 Evidenced based and standardized instruments add to internal validity of the research. Internal 
validity concerns the conclusions about causal relationships based on the research and the 
measurement design. 
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3.2.2 Respondents 
 
To access sufficient response initially five organizations, with an estimate of 300 older 
employees, were asked to participate in the survey. The organizations that 
contributed to the survey were: The national juvenile correctional service (location 
“The Hartelborgt” in Rotterdam, location “The Hunnerberg” in Nijmegen, location 
“Den Hey-Acker” in Breda). The clinics CPT “Veldzicht“ and FPC “Oostvaarders“. The 
company “Applus“ (with locations throughout The Netherlands) and the Head Office 
of“Aegon in The Hague.Unfortunately, two organizations could not meet the pace at 
which the survey had to be released and could not go through the entire research 
procedure.   
Nevertheless both government organizations and commercial organizations 
contributed to the survey. This is important to be able to meet the conditions imposed 
on external validity.    
The organizations were asked to approach employees who were 60 years of age or 
older (at the release date of the survey). The national juvenile correctional services 
approached 57 employees, Applus approached 62 employees and Aegon 
approached 52 employees. From the 159 (100%) approached employees 116 (73%) 
employees responded of which 93 employees (53% of 159 employees) completed 
the survey.  
The respondents worked in different sectors, like: Economics and Business 
Administration, Legal affairs, Technology, Social and Medical sector and Sciences 
and they also worked in different professional fields, like: management, project 
management, technical professions, security, health care, administration, research, 
control and marketing. The respondents had different educational levels from 
general secondary education until University. Most of the respondents have a 
technical secondary education or a secondary vocational education. Finally, the 
majority of the respondents (82%) were male and the minority (18%) was female. 
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3.3 Measuring instruments  
 
In this paragraph the different measuring instruments are explained. Also the validity 
(construct validity) and the reliability of the measuring instruments are addressed. First 
the measuring instruments are introduced and subsequently the instruments are 
explained and the scale construction for the actual research is presented.  
The survey comprised the following measuring instruments/scales:  The New Model of 
Work Role Performance (WRP-scale, 18 items), The Multidimensional Work Motivation 
Scale (MWMS, 16 items) and the adapted version of the Basic Need Satisfaction at 
Work Scale (BNS, 18 items). All measuring instruments used are standardized 
measuring instruments. This allows the actual research to be easily repeated or 
generalized which may lead (when outcomes are similar) to greater reliability. 
Furthermore all items are measured by a Likert point scale from 1 (I strongly disagree) 
to 7 (I strongly agree).  
First of all a correlation analysis was conducted for all the items of the three scales in 
the dataset. The correlation matrix showed no correlations between items (none of 
the items scored > 0.8). 
Secondly a factor analysis was conducted. The factor analysis on eigenvalue 1, of all 
items that were used in the survey, yielded 15 components. Most items loaded on 2 or 
more components, 30 items loaded double. The overall factor analysis on eigenvalue 
1 did not result in a scale construct that could be used for the sample of this study.  
Most probably the problem is situated in the fact that only a small number of 
respondents could be included in the study compared to the number of items in the 
survey (290 respondents were needed versus 93 actual respondents). This may explain 
the above findings. 
To address this problem a KMO and Bartlett’s test was performed. This test measures 
how suitable the data is for a factor analysis. The test measures sampling adequacy 
for each variable in the model and for the complete model. Additionally it measures 
the proportion of variance among variables that might be common variances. The 
lower the proportion, the more suited the data is for a factor analysis. 
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Kaiser-Meyer-Olkin Measure of Sampling 
Adequacy. 
,650 
Bartlett's Test of 
Sphericity 
Approx. Chi-Square 3924,802 
df 1653 
Sig. ,000 
Table 1. KMO and Bartlett’s test 
The outcome of the test is, 65 which indicates that the sampling is mediocre but still 
acceptable for a factor analysis. 
To further determine a suitable scale construction for this research all scales and their 
outcomes were investigated by means of a correlation analysis, a factor analysis and 
an internal reliability analysis. The results are illustrated below. 
The dependent variable creative job performance is measured by the New Model of 
Work Role Performance (WRP-scale). The WRP-scale is a self-reporting scale (Griffin, 
Neal and Parker, 2007)6. This scale is composed of three different subscales: 
proficiency, adaptability, and proactivity. Proficiency defines the more formalized 
behaviors, like the in-depth knowledge and the level of experience needed to be 
effective and to get the job done. Adaptability and pro-activity are job behaviors 
that are more left to emerge as response to changes faced by the organization. 
Individual job 
performance 
Proficiency Adaptivity Pro-activity 
Performance 
contributing to 
individual 
effectiveness 
 
e.g. assures core 
tasks are 
completed 
properly  
e.g. adjusts to new 
equipment, 
processes, 
procedures in core 
tasks  
e.g. initiates better 
ways of doing 
core tasks 
Performance 
contributing to 
team 
effectiveness 
e.g. coordinates 
work with team 
members 
e.g. responds 
constructively to 
team changes 
e.g. develops new 
methods to help 
the team to 
perform better 
Table 2. New Model of Work Role Performance (WRP-scale) 
                                                          
6 Because the original questionnaire is designed in English, the questionnaire was translated into the 
Dutch language for the Dutch employees . The translation was submitted to the supervisor for 
feedback. 
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Furthermore the distinction between task environment and social environment is 
fundamental to organization theories (Griffin, Neal and Parker, 2007). Therefore the 
distinction is addressed in this research. “Task environment” defines performances 
that enable the individual to meet the responsibilities of his or her own task “Team 
member behaviors” defines performances that maintain and built a social context. 
Each environment is addressed by nine questions/items in the survey. The outcomes 
of the survey on these questions were investigated by a correlation and a factor 
analysis to determinate the internal validity. The outcomes of the correlation matrix 
showed that there are no problematic correlations to be found as there are no items 
that score >.80.  
In the factor analysis there are no items that load < .30. Thus, all items meet the 
minimum requirement of at least one significant correlation with one or more other 
items. All items concerning proficiency load on one factor. Furthermore, all the items 
concerning adaptability and pro-activity load on one factor. Two items double 
loaded on both factors ADAP 1 and PROA 3. They were excluded. On the basis of the 
factor analysis, the scale for the dependent variable “creative role performance” The 
New Model of Work Role Performance (WRP-scale) will consist of 16 items. The KMO 
and Bartlett’s test on this scale is good .87. The scale for creative role performance for 
factor 1 proficiency is reliable (α = 0.82). The scale for creative role performance for 
factor 2, adaptability and pro-activity is reliable (α = 0.93). Again a factor analysis was 
conducted with the remaining items. In table 3. the results of the factor analysis are 
presented. 
  Factor 1 Factor 2 
TASK 1 I Carry out the core parts of MY  job well .17 .78 
TASK 2 I Complete my core tasks well  .09 .81 
TASK 3 I Ensure my tasks are completed properly .14 .81 
ADAP2 
 I cope with changes by realizing new ways  to do 
tasks  .75 .31 
ADAP3 
I Learn new skills to help myself to adapt to 
changes in my tasks  .70 .30 
PROA1 I initiated better ways of doing my  tasks  .62 .32 
PROA2 
I come up with ideas to improve the way in which 
my tasks are done .68 .28 
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TTAS1 I Coordinate my work with coworkers .26 .68 
TTAS2 I Communicate effectively with my coworkers .24 .68 
TTAS3 
I Provide help to coworkers when asked, or 
needed .20 .46 
TDAP1 I deal effectively with changes affecting the team  .70 .28 
TDAP2 
I Learn new skills or take on new roles to cope with 
changes in the team .78 .22 
TDAP3 
 I Responded constructively to changes in the 
team works .81 .18 
TPRO1 I Suggest ways to make my team more effective .82 .07 
TPRO2 
I developed new and improved methods to help 
my team perform better .70 .17 
TPRO3  I improved the way my team unit does things .91 .04 
Table 3: Factor analysis creative job performance 
The independent variable qualitative motivation is measured by the Multidimensional 
Work Motivation Scale (MWMS), (Gagné et al., 2015) for assessing the qualitative 
motivation. MWMS: Self-determination theory proposes a multidimensional 
conceptualization of motivation comprising autonomous and controlled forms of 
motivation. In the actual survey the item A-motivation was omitted from the original 
MWMS.  This resulted in a 16-item scale for measuring the quality of motivation from 
an individual perspective. Because the MWMS is widely used in research on 
qualitative motivation it has been validated and it is has been used as standardized 
measuring instrument before. The theory on which the MWMS scale is based, is 
discussed in chapter 2.2.  
The validity of this sample was tested by means of correlation analysis, a factor 
analysis and a reliability analysis.  The correlation matrix showed no unacceptable 
high correlated items < .80 which means that the items are sufficiently measuring 
different topics. The factor analysis shows no items loading < .30. All items on extrinsic 
motivation load on one factor and all items on identification and intrinsic motivation 
load on one factor. Except for The Item INTR 2 that double loaded on two factors and 
was therefore excluded. On the basis of the analysis, the scale for the independent 
variable “qualitative motivation” will consist of fifteen items. The KMO and Bartlett’s 
test on this scale is reasonable .71. The scale for qualitative motivation for factor 1 
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extrinsic motivation is reliable (α = 0.86). The scale for qualitative motivation, for factor 
2 intrinsic motivation is reliable (α = 0.81). Again a factor analysis was conducted with 
the remaining items. In table 4. the results of the factor analysis are presented. 
  Factor 1 Factor 2 
EXTS1 To get others’ approval  .61 .15 
EXTS2 Because others will respect me more  .77 .17 
EXTS3 To avoid being criticized by others  .68 .31 
EXTM1 Because others will reward me only if I put enough 
effort in my job  
.65 .30 
EXTM2 Because others offer me greater job security if I 
put enough effort in my job  
.85 .14 
EXTM3 Because I risk losing my job if I don’t put enough 
effort in it. 
.72 09 
INTR1 Because I have to prove to myself that I can. .59 .15 
INTR3 Because otherwise I will feel ashamed of myself. .72 .06 
INTR4 Because otherwise I will feel bad about myself. .62 .03 
IDEN1 Because I personally consider it important to put 
efforts in this job. 
.28 .64 
IDEN2 Because putting efforts in this job aligns with my 
personal values. 
.25 .66 
IDEN3 Because putting efforts in this job has personal 
significance to me. 
.23 .62 
INSI1 Because I have fun doing my job. .07 .80 
INSI2 Because what I do in my work is exciting. .26 .68 
INSI3 Because the work I do is interesting. 04 73 
Table 4. Factor analysis qualitative motivation 
Finally, in order to measure the HRM practices, a multi-stage approach was used. 
Respondents were asked in the survey to assess the degree to which their basic 
needs where met by the HRM-practice. The adapted version of the Basic Need 
Satisfaction (BNSWS) at Work Scale of Van den Broeck et al. (2008) was used to 
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measure the extent to which a basic need was satisfied. This instrument is a 
standardized instrument. The link between the HRM-practice and the basic need is 
self-constructed on the basis of literature. In the paragraph on HRM-practices the link 
between training, feedback and competence, the self-constructed link between 
participation in decision making and autonomy and finally the link between 
teamwork and belongingness are sustained by literature.  
A total of 24 items were used in the questionnaire. Six items per basic need of the 
basic Need Satisfaction at Work Scale were linked to the four selected HRM-
practices. In this section of the survey the questions were posed consecutive negative 
and positive.  
This BNSWS was assessed by a correlation analysis, a factor analysis and a reliability 
analysis. The correlation matrix did not show any problematic outcomes above the 
.80. The factor analysis on eigenvalue 1 showed 21 factors of which 4 factors 
accounted for 58% of the variances explained. A forced four factor analysis showed 
four prominent dimensions.  Because of these findings a forced factor analyses with 
four factors was performed. The outcomes showed no loads of < .30. The items TRAI 
1,4; TW 6; FB 1,2,3, 4 double loaded on two factors. Therefore they were excluded.  
The amount of items on feedback no longer met the minimum requirement of at least 
three items per factor. The remaining items for feedback FB 5 and 6 also had to be 
rejected.  
The reliability of the BNSWS shows, on factor 1, teamwork a = .84, on factor 2 training a 
= .87, factor 3 participation on decision making a = .80 and finally on factor 4 
teamwork a =  .77. Again a factor analysis was conducted with the remaining items.  
In table 5. the results of the factor analysis are presented. 
 Factor 1 Factor 2 Factor 3 Factor 4 
Competence-training 
Because of the training offered by the Organization, I have the feeling that.. 
TRA2 I really master my tasks at my job .00 .83 .19 -.04 
TRAI3 I am  competent at my job .13 .85 .13 -.01 
TRAI5 I am good at the things I do in my job .22 .85 .06 .13 
TRAI6 I can even accomplish the most difficult 
tasks at work 
.12 .81 -.02 .07 
Table 5.  Factor analysis HRM-instrument, training 
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 Factor 1 Factor 2 Factor 3 Factor 4 
Autonomy- participation in decisions 
The way in which I am supervised by my manager, gives me the feeling that…. 
 
LEI1 I can be myself at my job .22 .14 .76 .19 
LEI2R I often have to follow other people's 
commands (R) 
 
.03 .05 .-08 .82 
LEI3R That if I could choose, I would do things at 
work differently (R) 
 
.08 .00 .24 .82 
LEI4 That the tasks I have to do at work are in 
line with what I really want to do 
 
.15 .15 .81 
 
.10 
LEI5 I am free to do my job the way I think it 
could best be done 
 
.-.03 .02 .80 .27 
LEI 6R I am forced to do things I do not want to 
do (R) 
.38 .08 .33 .67 
Table 6. Factor analysis HRM-instrument, participation in decision making 
 
 Factor 1 Factor 2 Factor 3 Factor 4 
Belongingness- teamwork 
The way in which my team functions, gives me the feeling that.. 
TW1 I don't really feel connected with other 
team members at my job (R) 
.74 .05 -.09 .17 
TW2 At work, I feel part of a group .78 .02 .26 -.17 
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TW3 I don't really mix with other team members 
at my job (R) 
.82 .17 -.03 .23 
TW4 At work, I can talk with team members 
about things that really matter to me 
.60 .17 .29 .00 
TW5 I often feel alone when I am with my team 
members (R) 
.82 14 .14 .17 
Table 7. Factor analysis HRM-instrument, teamwork 
The discriminant validity of the conceptual model was also examined by a factor-
analysis, in which all relevant items of the data set were put in a forced (8) factor 
analysis. The results of the above mentioned separate factor analyses were 
confirmed and supported by this forced factor analysis. All items loaded within their 
own dimension and presumably measure aspects that are associated with the item 
contend (convergent validity). Apart from the INSI items 2 and 3 that double loaded. 
This means that these items measure more aspects then intrinsic motivation as 
defined in the theory. They measure other aspects then the ones they presumably 
had to associate with (discriminant validity). Thorough investigation of the answers 
belonging to the content of those items shows that they nevertheless represent 
intrinsic values and not job performances or HRM-practices. So the items were 
assigned to intrinsic motivation. Furthermore the outcomes of the correlation matrix 
showed in this respect no unacceptable correlations outcomes ( >.80) between the 
items on adaptability, proactivity and intrinsic motivation (the highest score was 
PROACT 2 against INSI 3 of 0.48) and there were no disturbing correlation outcomes 
on participation on decision making and intrinsic motivation (the highest score was 
LEI4 against INSI 3 of 0.52). As mentioned, it was decided to leave the items in the 
dataset and to discuss the consequences of this choice in chapter 5.  
The final KMO and Bartlett’s test on the selected items of 8 factors showed a result, of 
.74 which is acceptable. The result of the forced 8 factor analysis is presented in table 
8 below. 
Item 
Factor 1 Factor 2 Factor3 Factor 4 Factor5 Factor6 Factor7 Factor8 
                  
TRAI2 ,102 ,012 ,093 ,047 ,208 ,017 ,813 -,176 
TRAI3 ,256 -,090 ,038 ,147 ,232 ,112 ,775 -,070 
TRAI5 ,127 -,179 ,072 ,239 ,187 ,130 ,769 ,208 
TRAI6 ,129 -,099 ,028 ,099 ,154 ,074 ,754 ,296 
LEI1 ,224 -,039 ,645 ,172 -,001 ,301 ,161 -,052 
RLEI2 -,140 -,225 ,643 ,052 ,115 -,179 ,020 ,304 
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RLEI3 ,110 -,135 ,693 ,149 ,174 -,255 -,110 ,103 
LEI4 ,344 -,004 ,578 ,165 ,000 ,231 ,136 -,279 
LEI5 ,218 ,090 ,718 -,025 ,018 ,249 ,010 -,037 
RLEI6 ,010 -,103 ,705 ,386 -,001 -,115 ,110 ,009 
RTW1 ,262 -,136 ,086 ,639 -,101 -,166 ,043 ,220 
TW2 ,078 -,033 ,052 ,789 ,012 ,212 ,036 -,065 
RTW3 ,124 -,043 ,130 ,819 -,036 -,077 ,158 -,028 
TW4 ,037 -,039 ,184 ,643 ,185 ,262 ,070 ,166 
RTW5 ,125 -,252 ,200 ,773 -,178 -,009 ,183 -,070 
TASK1 ,261 -,043 ,065 -,093 ,705 ,025 ,115 ,042 
TASK2 ,161 -,021 ,064 -,080 ,767 ,136 ,145 -,130 
TASK3 ,201 ,136 -,002 -,083 ,798 ,072 ,159 ,029 
TTAS1 ,184 -,089 ,015 ,219 ,587 ,236 ,292 ,322 
TTAS2 ,216 -,144 ,082 -,019 ,532 ,124 ,220 ,386 
TTAS3 ,135 -,004 ,089 ,165 ,414 ,030 ,123 ,400 
ADAP2 ,759 -,035 ,151 ,061 ,255 ,103 ,153 -,141 
ADAP3 ,758 ,071 ,089 -,005 ,353 ,067 ,073 -,247 
TDAP1 ,673 -,037 ,116 ,094 ,243 ,142 ,246 -,007 
TDAP2 ,800 ,044 ,168 ,000 ,160 ,116 ,108 -,102 
TDAP3 ,787 -,025 ,147 ,074 ,082 ,270 ,098 -,021 
PROA1 ,557 -,018 -,044 ,201 ,159 ,270 ,106 ,428 
PROA2 ,646 -,043 ,127 -,076 ,093 ,261 ,082 ,417 
TPRO1 ,773 ,025 -,016 ,238 ,057 ,013 ,014 ,259 
TPRO2 ,725 -,002 ,058 ,128 ,181 -,204 ,062 ,350 
TPRO3 ,896 ,100 ,006 ,158 ,028 ,129 -,025 ,102 
EXTS1 -,056 ,704 ,238 -,143 -,104 -,013 ,131 ,125 
EXTS2 -,035 ,827 ,017 -,089 -,138 ,036 ,165 ,100 
EXTS3 -,006 ,730 ,073 -,296 ,003 -,117 -,058 -,102 
EXTM1 ,003 ,732 -,002 -,231 ,106 -,111 -,182 -,013 
EXTM2 ,087 ,865 -,170 ,069 ,106 ,035 -,033 -,131 
EXTM3 ,066 ,709 -,157 ,009 ,049 ,090 -,146 -,123 
INTR1 -,007 ,491 -,021 ,203 ,020 ,366 -,178 -,193 
INTR3 ,008 ,661 -,178 ,024 -,103 ,236 -,112 ,120 
INTR4 -,022 ,483 -,290 ,013 ,029 ,389 -,086 ,020 
IDEN1 ,204 ,097 ,020 -,051 ,147 ,718 ,127 ,153 
IDEN2 ,312 ,119 ,043 ,118 ,008 ,626 ,194 ,172 
IDEN3 ,150 ,065 -,019 ,140 ,351 ,666 ,034 -,203 
INSI1 ,561 -,086 ,284 ,041 ,042 ,501 ,161 -,206 
INSI2 ,212 ,114 ,468 -,034 ,158 ,562 ,019 ,040 
INSI3 ,440 -,081 ,499 ,109 -,083 ,417 ,091 ,026 
 Table 8. Factor analysis of all items, conceptual model 
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Chapter 4: Data analysis 
 
This chapter describes the results of the research. In the first section the characteristics 
of the variables are presented. In the second section the results of the main effects 
and the interaction effects are explained.  
4.1. Descriptive statistics  
 
The independent variable qualitative motivation shows a correlation with creative job 
performance of (r = .22, p = .030) and with HRM-practices of (r = -.048, p = .647). These 
correlations rule out multicollinearity because only correlations > .75 are considered 
problematic. The correlation found between qualitative motivation and creative job 
performance has a p value <0.05 and is significant, so the probability exists that the 
correlation found in the sample of this research is also present in the population. The 
correlation between qualitative motivation and HRM-practices is not significant as all 
measures of p values > .10 represent marginal effects. 
Furthermore creative job performance correlated with HRM-Practices (r = .44, p = 
0.00) and with gender (r = .33, p = .001). The correlations respectively show a p value 
of < 0.00 and  = 0.001. Therefore the correlations are highly significant. HRM practices 
correlate as follows to gender (r = .22, p = .029) the relations is significant. The 
correlation between gender and motivation is  (r = .010, p = .927) and shows no 
significance. 
Variabele M SD 1 2 3 4
1. Gender 1.19 0.379
2. QM 3.12 0.587 0.010
3. HRM 3.92 0.536 *0.22 -0.048
4. CJP 4.12 513 **0.33 *0.22 **0.44
N = 93. *Correlation is significant at the 0.05 level (2-tailed).
**Correlation is significant at the 0.01 level (2-tailed).  
Table 9. Means, standard deviations and Pearson correlations 
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4.2 Tests of hypotheses 
 
The hypotheses were tested by a multiple regression analysis. Prior to the regression 
analysis the data was investigated on the presence of 'outliers' in accordance with 
the procedure laid down by Cohen et al. (2003). This means that the value limits were 
calculated and exceedances of standardizes residues were examined. For two 
respondents exceedances were found. Inspection of the data showed that of those 
two respondents, one had a weakly lower negative value for some creative job 
performance items and items of HRM-practices and one respondent had lower 
values on motivation items. Those two respondents were not excluded from the 
multiple regression analysis because their answers were complete and the answers 
seemed consistent and integer. The control variables, education and business sector 
were left out of the regression analysis because there were too many scores with the 
answer “other”. The control variable gender was used since this variable showed no 
missing items. To facilitate the testing of the interaction effects, the variables were 
totalized and the independent variables were centered. 
The multiple regression analysis was conducted in three steps. The hypothesized main 
effect, (hypothesis 1.) “qualitative motivation positively influences the creativity of 
older employees” is of primary importance  for this research. Thus the first step of the 
regression analysis consisted of predicting the dependent variable creative job 
performance (CPJ) based on the independent variable Qualitative Motivation (QM). 
Both variables were entered in the model. The results showed that the proportion of 
explained variance (R² = .162) deviated significantly from zero (F (2,90) = 8.710, p = 
.024)). This was also confirmed by the outcomes of the coefficients in the regression 
analysis (β=.194, t = 2.287, p =.024). 
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Dependent variable "Creative Job Perfomance"
Variable B SE(B) ß t
Constant **3.007 0.305 9.848
Gender *.432 0.125 *.334 3.462
Step 1. independent variable 
Total score QM *.194 0.084 *.222 2.297
R² 0.162
F 8.71
Noot: N=93. **p<0.01 *p <0.05
Table 10. Regression analysis: qualitative motivation as a predictor of creative job performance7 
To test hypothesis 2. “perceived HRM-practices positively moderate the relationship 
between qualitative motivation and creative job role performance of older 
employees, the  HRM-practices were tested in the following sequence.  
First of all the hypothesis 2. was divided into the relevant HRM-practices of this 
research. This resulted in. 
Hypothesis 2.a:  Perceived training opportunities positively moderate the relationship 
between qualitative motivation and creative job performance of older employees. 
Hypothesis 2.b: Perceived constructive feedback by supervisors and colleagues 
positively moderates the relationship between qualitative motivation and creative 
job performance of older employees. This hypothesis did not meet the statistical 
requirements and was therefore rejected earlier in this study. 
Hypothesis 2.c: Perceived participation in decision making positively moderates the 
relationship between qualitative motivation and creative job performance of older 
employees. 
Hypothesis 2.d: Perceived teamwork positively moderates the relationship between 
qualitative motivation and creative job performance of older employees. 
In the second step of the regression analysis the HRM-practices were tested 
separately (as totals of one practice) because this is statistically a more precise 
procedure. In this step the dependent variable creative job performance and the 
independent variables training, decision making and teamwork were entered in the 
regression model to test whether there would be a  positive effect of HRM-practices 
on creative job performance. The regression model that was found after the 
procedure was significant (F (5,87) = 8.935, p = .000), (R² = .339). However this was only 
                                                          
7 QM= qualitative motivation, B =  not standardized coefficent, SE(B) = standard error of not 
standardized coefficent, β standardized coefficent =, t = regression coefficient of standard error. 
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confirmed by the outcomes of the coefficients for training because only the HRM-
practice training showed a significant positive effect on creative job performance 
(β=.234, t =3.118, p =.002). The HRM-practices participation in decision making 
showed (β=.112, t =1.561, p =.122) and the HRM-practice teamwork showed (β=.091, t 
=1.481, p =.142). The two last mentioned HRM-practices did not yield a significant 
positive effect on the dependent variable, creative job performance of older 
employees. 
Dependent variable "Creative Job Perfomance"
Variable B SE(B) ß t
Step 2. independent variable
Total score Training **.234 0.075 **.295     3.118 
Total score Decision 0.112 0.072 0.151 1.561
Total score Teamwork 0.910 0.061 0.144 1.481
R² 0.339
F 8.935
Noot: N=93. **p<0.01 *p <0.05
Table 11. Regression analysis: training, participation in decision making and teamwork as a predictor on 
creative job performance 
The third step of the regression model concerned the (cross-product) moderator 
interaction effect of the predictor variables qualitative motivation and the HRM-
practices: training, participation in decision making and teamwork on the dependent 
variable creative job performance. The variables were entered in the regression 
model in order to predict the hypothesized moderating effect of HRM practices on 
creative job performance. The regression model was not significant (F (8,84) = 6.064, p 
= .321), (R² = .366). 
Dependent variable "Creative Job Perfomance"
Variable B SE(B) ß t
Step 3. moderation effect
QM x Training -0.007 0.110 -0.006 -0.060
QM  x Decision 0.132 0.136 0.103 0.970
QM x Teamwork -0.208 0.114 -0.200 -1.826
R² 0.366
F 6.064
Noot: N=93. **p<0.01 *p <0.05
Table 12. Regression analysis: Moderating effect of training, participation in decision making and teamwork 
on creative job performance 
In accordance with this result, none of the examined HRM-practices yielded a 
significant moderating effect. The coefficients for training showed  (β=-.007, t =-.60, p 
   
41 
 
=.952), the coefficients for participation in decision making showed  (β=-.132, t = .970, 
p =.335), the coefficients for teamwork showed  (β=-.208, t = -1.826, p =.071). The fact 
that the third step in the regression analysis presents an almost significant moderating 
interaction effect of teamwork on creative job performance is interesting. 
 
      H1. β.19 
 
     H2.a β -.007; H2.c β .132; H2.d β -.208 
 
Diagram 4. 
To test this effect more precise, the regression coefficients were entered in a 
worksheet to plot the two way interaction effect of the unstandardized regression 
coefficients. A negative interaction effect of teamwork on the creative job 
performance was found for older employees. This phenomena will be discusses 
among the other results of this research in chapter 5. 
 
Diagram 5. Result two way interaction plot on predictor teamwork 
Qualitative motivation Creative job performance 
HRM-practices 
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Chapter 5: Conclusions, discussion and recommendations 
 
This chapter addresses the results of this research. In the first section the conclusions 
based on the results are presented and discussed and in the second part of this 
chapter the recommendations are presented. 
5.1 Conclusions  
 
This study aims to address the call of some scholars and in particular the call of Kanfer 
and Ackerman (2004)  who suggested a lack of knowledge about the effects of 
HRM-practices related to the motives or value patterns of older employees (60 and 
older). The more practical aim of this research is to address the influence of 
qualitative motivation and HRM-practices on the creative job performance of older 
employees. In such a way that organizations and employees may recognize 
potential opportunities. In order to achieve these objectives the following research 
questions were introduced. 
Hypothesis 1:  
H1: Qualitative motivation positively influences the creative job performance of older 
employees. 
The conclusion is as follows. 
-Qualitative motivation has a positive influence on the creative job performance of 
older employees. This finding is in accordance with earlier findings based on the Job 
Demand Resource Work Model (Bakker and Demerouti, 2007) and based on the self-
determination theory (Vansteenkiste, Lens and Deci, 2006). Therefore this result is not 
new but merely confirms the fact that the above mentioned theories are also 
applicable for employees of 60 years of age and above. 
Hypothesis 2:  
H2 (a,b,c,d)8: Perceived HRM-practices positively moderate the relationship between 
qualitative motivation and creative job performance of older employees. 
The conclusions are as follows. 
                                                          
8 A) training, b)feedback, c)participation in decision making, d)teamwork. 
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-The HRM practice training (a) has a significant positive influence on the creative job 
performance of older employees.  
-The HRM-practice feedback (b) did not meet the statistical requirements and was 
therefore excluded from the research. 
-The HRM-practices, participation in decision making (c) and teamwork (d) have no 
significant positive influence on the creative job performance of older employees. 
-None of the investigated HRM-practices had a moderating effect on the creative 
job performance of older employees. 
-The HRM-practice teamwork presents an almost significant negative moderating 
effect on the creative job performance of older employees.  
In general these findings are also in accordance with the earlier findings of Bakker 
and Demerouti (2007) and Vansteenkiste, Lens and Deci (2006). In that respect the 
research results specify in a very modest way, within the macro theory of human 
motivation (self-determination theory) the effect of a specific job resource, in this 
respect HRM-practice training on the relation between qualitative motivation and 
creative job performance for older employees. The results will be further discussed in 
the section below.  
5.2 Discussion 
 
In respect to the first research question it was found that qualitative motivation has a 
positive influence on the creative job performance of older employees. In this respect 
not chronological age but qualitative motivation plays a key role in the creative job 
performance of older employees. Thus the suggestion made by Simpson, Greller and 
Stroh (2002) that age related motivational variables -rather than chronological age 
per se- play a key role in successful work outcomes for middle-aged and older 
workers is confirmed by the research results as far as chronological age is concerned. 
Also Binnewies et al., (2008) suggested that age is not directly related to creativity. 
For further identification of the results the second research question is discussed. The 
outcomes of the second research question show that participation in decision 
making and teamwork do not significantly influence the creative job performance of 
older employees.  
On the other hand training does significantly, positively influenced creative job 
performances. This suggests that training, which theoretically refers to the basic need 
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competence, may be defined as an important job resource for older employees in 
relation to creativity. Job resources are physical, psychological, social or 
organizational work aspects that (1) buffer and reduce the work requirements and 
their associated psychological and physical costs, (2) are functional in achieving 
goals, and (3) in itself are important because they encourage personal growth, 
development and learning (Bakker en Demerouti, 2007). Training might be an 
important job resource in the perspective of the research objectives of this study 
(hypothesis 1). In this respect it is mentioned that De Stobbeleir et al. (2010) found that 
creativity highly relates to dispositions of broad knowledge and experience (De 
Stobbeleir et al.,2010).  
Furthermore the findings on training and older employees are not in accordance with 
the findings of Ng and Feldman (2012). Their empirical research proved that age was 
weakly negative related to training and career development variables. But then their 
research question was conceptually not singularly framed to examine ‘’creativity’’ 
and in their study they included employees of 40 years and older. 
The research question on feedback did not meet the statistical requirement. This is 
particularly a pity in relation to the suggestion of Binnewies et al. (2008) who found 
evidence that creative behavior may be raised by fostering support for creativity 
from coworkers and supervisors. Unfortunately, it was not possible to address this 
suggestion for further research by means of the actual research design. 
None of the HRM-practices (hypotheses 2. a, b, c and d) moderated the relation 
between qualitative motivation and creative job performance. This is in accordance 
with self-determination theory and the job demand resource work model. 
An almost significant negative moderating effect was found for teamwork 
(hypothesis 2.d). In relation with the job demand resource work model this might 
suggests that teamwork could almost be seen as a job demand by older employees 
in relation to the research objective. This suggests that teamwork becomes an 
emotional or a social work demand, in other words a work pressure, for older 
employees in regard to creative job performance. 
Another perspective on this phenomena is the findings of De Stobbeleir et al. (2010) 
on the idea generating stage. The findings were used as starting point for the 
conceptualization of creative job performance in this research. For successful, 
creative job performance it is necessary -in the idea generating stage- to see life from 
a wide variety of perspectives and angels and it is necessary to adjust one’s thinking 
to new contents or contexts.  This suggests that contacts, in order to support creative 
job performance go beyond the contacts with team members and the content of 
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team practices. Therefore teamwork might be perceived as too restrictive by older 
employees.  
In this respect also the finding that the job performance of older individuals are 
usually perceived as less creative by managers and coworkers (Finkelstein et al., 
1995) might be an explanation of the influence of teamwork in relation to older 
employees and their creative job performance. Maybe older workers are perceived 
equal creative outside the context of their team? 
In this section the relative importance of the research results are discussed in relation 
to the findings of Kanfer and Ackerman (2004) and the conceptualization of 
qualitative motivation within the self-determination theory. As qualitative motivation is 
defined as the satisfaction of basic needs (1), intrinsic versus extrinsic goals (2) and 
autonomous versus controlled motivation, the findings of Kanfer and Ackerman 
(2004) -on the changing motivational patters of older employees- have a significance 
of their own. Since they describe that older employees are more driven by intrinsic 
goals and autonomous motivation (effective self-regulation). The fact that only 
training does address basic need fulfillment of older employees in such a way that 
qualitative motivation is strengthened, suggests that HRM-practices need to be 
tailored to the motives of older employee to be effective. This is in accordance with 
the suggestion of Kanfer and Ackerman (2004).  
In this research it was found that training, which supports the basic need 
competence, is perceived as an important HRM-practice by older employees. It 
positively influences their creative job performance. HRM-practices concerning 
participation in decision making and teamwork did not present this outcome. The 
HRM-practice feedback was excluded as mentioned before. 
5.3 Implications and Recommendations for further research 
 
This section describes the implications and recommendations for further research. In 
the first paragraph the methodological implications and recommendations are 
discussed and in the second paragraph the theoretical and practical implications 
and recommendations are discussed. 
5.3.1. Methodological implications and recommendations 
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The choice for a (qualitative or quantitative) research design is most often based on 
the philosophical assumptions of the researcher and the research question. As 
explained in chapter three, a quantitative research design was chosen for this 
research. Quantitative research uses a set of statistical procedures for testing 
hypotheses deductively, building in protection against bias and alternative 
explanations of findings and building in procedures for generalizing research results 
and replication of the research. The numbered data for this study was collected by 
an online survey based on self-perception. The survey focused on the personal level 
of the employee. These choices are already substantiated by theory in chapter two 
and three of this thesis. In this section first the limitations of this particular quantitative 
research are described. Secondly recommendations for further qualitative research 
are discussed. 
This quantitative research presents a number of limitations which are mainly linked to 
the validity. The first limitation concerns the construct validity. In chapter three is was 
found that two items (INSI2 and INSI3) of the construct qualitative motivation loaded 
on more than one dimension (factor). Investigation of the items showed that they 
were mostly measuring intrinsic motivation and were therefore assigned to intrinsic 
motivation. In this respect a bigger sample is recommended because it would 
probably present a greater fluctuation in the evaluations because the significances 
between the variables will be reduced. To strengthen the internal validity it is 
recommended to define the items PRO-ACT 2 and LEI 4 in relation with INSI 2 and INSI 
3 more effectively in further research so that the items INSI 2 and INSI 3 measure 
elements associated with qualitative motivation as presumed by the theory.   
Another limitation of the internal validity is the fact that the respondents rated -the 
individual qualitative motivation and creative job performance- themselves. 
Although this has benefits it also has disadvantages. A respondent may have an 
incorrect image of reality and thereby under, or overestimate the motivation and 
creative outcome. The respondent may also draw implicit conclusions on 
relationships between the various variables in the survey and therefore give a false 
picture of reality (Podsakoff et al., 2003). 
The other validity limitation concerns the external validity and concerns the sample 
size and the extent to which the results are generalizable. Since the survey sample is 
relatively small compared to the amount of questions in the survey (a sample size of a 
little less than 100 individuals was used). A bigger sample would probably present 
greater fluctuations in the evaluations. Secondly, in this respect, the survey was held 
in several sectors but in the outcomes two sectors dominated the results (the 
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technical sector and the security sector) and male employees dominated the 
numbers. Therefore a large proportion of the sample’s respondents were men. This 
survey could be repeated in other sectors, in order to increase the percentage of 
women in the sample. A balance in the gender of the sample group, corresponding 
with the balance in gender within the population will possibly give more accurate 
results. Finally, the fact that the survey was held in The Netherlands and all 
participants are from The Netherlands might influence the research results as well. 
Therefore, the results of this study cannot be considered generic since they are 
focusing on a specific country. It would be interesting to repeat this study in other 
European countries to get a more generic image of the research results. Within the 
mentioned boundaries of the validity limitations the reliability of the research results 
was acceptable according to the outcomes of the KMO and Bartlett’s tests. 
Furthermore it would be interesting to follow up this research with qualitative research 
methods. Qualitative research methods explore and access the meaning that  
individuals and groups of people ascribe to a social or human problem in a more 
holistic context (Riessman, 2008). Further investigation of the HRM-practice feedback, 
fostering support for creative job performance by managers and co-workers, might 
be better captured by qualitative research. For example by narrative research in 
which the stories of the older employees, their manager(s) and co-workers are 
described and combined. Since there is conflict and disagreement amongst those 
holding different perspectives (Riessman, 2008). In addition, in the final section of their 
research (Paauwe and Bosalie, 2005), make a plea for research designs starting from 
a multidimensional concept of performance including the perceptions of employees. 
The paper of Aaltio et al. (2014) concludes that there is a need for a more holistic 
understanding of the concept of age in studies related to aging employees and 
HRM-practices.9 Qualitative or mixed method research procedures on the actual 
topic are therefore recommended and could overcome the possibility of implicit 
drawn conclusion between alleged relations between items in the survey. 
Also an in-depth view of the research problem by case study methods would be an 
interesting option for further research for example on the ambiguous research findings 
on training by Ng and Feldman (2012) versus the results of this research. Cases could 
be selected in different working sectors (high technology, leisure, education, 
legislation) or cases could be selected that express different levels of education of 
older employees. Detailed information could be collected over a sustained period of 
time using different data collecting procedures (Yin 2009; Yin 2012). 
                                                          
9 Aaltio et al. (2014)  also argue that the intersection of gender is under-researched in the field of 
HRM. 
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5.3.2 Theoretical and practical implications and recommendations 
 
From a theoretical perspective further research may also concentrate on the positive 
influence of the HRM-practice training since this was found to be an important HRM-
practice for older employees to foster creative job performance. Vansteenkiste et al. 
(2006) revealed that intrinsic goal framing by organizations (relative to extrinsic goal 
framing and no-goal framing) produces deeper engagement in learning activities, 
better conceptual learning, and higher persistence at learning activities. These 
effects occur for both intrinsically and extrinsically oriented individuals and these 
results are discussed in terms of a similar conceptual framework. Namely the self-
determination theory and the concept of basic psychological needs satisfaction 
(autonomy, competence, and relatedness). Thus goal framing and access to the 
HRM-practice training could be examined more closely in relation to creative job 
performance of older employees. 
Additionally, this research may be repeated from another perspective concerning 
the multiple definitions of age. Sterns and Doverspike (1989) distinguished five 
different approaches to define the aging of employees. Thus, instead of testing the 
mentioned hypothesis within the context of chronological age, further research could 
be done within the context of performance age, psychosocial or subjective age, life-
cycle age and finally within the concept of the organization age.  
Moreover, it is possible to consider different HRM-practices. Also a more 
multidimensional approach of job resources could be considered. Other variables 
within this perspective like job design or organization culture could be investigated.  In 
the self-determination theory (Vansteenkiste, Lens and Deci, 2006) personal variables 
are clustered (self-evaluation and personal development history) as variables that 
influences qualitative motivation. These personal variables could also be 
incorporated in the actual conceptual model for further research. 
This research could also be conducted for other stages in the creative process, to be 
able to fully comprehend the influence of HRM-practices on the creative process (De 
Stobbeleir et al., 2010). This research focused on the idea generation stage. 
Additional research could be done into the idea promotion stage and the idea 
implementation stage.  
Finally, the research topic may focus on other countries since the working conditions 
and the working culture of the individuals vary among various countries. It should also 
be mentioned that there could be cultural differences in the appreciation of seniority 
and aging. 
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As far as practical implications are concerned, it is important to stipulate, that not 
chronological age but qualitative motivation plays a key role in the creative job 
performance of older employees. Organizations should take this research finding into 
account and prevent themselves from falling into the trap of negative stereotyping of 
older employees. Because they need to stay competitive over the next decades in 
which an ageing population will play a major role. Therefore it is necessary for them 
to start to make the best use of employees of all ages. 
Furthermore, the specific findings concerning the HRM-practices presented for 
training a significant, positive influence on the creative job performance of older 
employees. Thus training and the access to training should be considered by 
organizations as an opportunity to strengthen the creative job performance of older 
employees.  
Finally, the HRM-practice teamwork yielded an almost significant, negative 
moderating effect in relation to the creative job performance of older employees. 
This suggests that a broader work context, than just the work context of a team, might 
be an opportunity to foster the creativity of older employees. Organizations that want 
to stimulate the creativity of older employees might consider giving older employees 
possibilities to communicate or work with colleagues of other teams and divisions or 
to work with employees from another organization in order to stimulate their 
creativity. 
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Appendix 1 – Questionnaire 
 
VRAGENLIJST  
dank u dat u de tijd neemt om voor het invullen van de enquête. De enquête is 
anoniem en duurt ongeveer 15 minuten om te voltooien. Alle gegevens en metingen 
verkregen uit deze studie zullen vertrouwelijk worden opgeslagen.  
De vraag wordt begeleid door de schaal: 1 = "helemaal niet",  2 =  "weinig",  3 =  "een 
beetje",  4 = "matig",  5 = "voldoende”,  6 "sterk",  7 =  "volledig". 
 
De werknemer  
1. Hoe oud bent u? (open vraag, als hij/zij onder 60 is, automatische bericht dat 
de enquête 
niet ingevuld hoeft te worden.  
 
Werkprestaties in de realisatiefase van het creatieve proces 
Vaardigheid en volharding  
1. Ik voer de taken van mijn werk goed uit? 
2. Ik maak mijn taken volledig af? 
3. Ik verzeker mijzelf ervan dat mijn taken zijn voltooid? 
4. Ik coördineer mijn werk voor collega’s  
5. Ik communiceer effectief met mijn collega's  
6. Ik ondersteun collega’s wanneer nodig of wanneer gevraagd? 
 
 Aanpassingsvermogen 
1. Ik pas me gemakkelijk aan, aan veranderingen in mijn taken? 
2. Ik ga met taakveranderingen om doordat ik nieuwe werkwijzen realiseer? 
3. Ik leer mijzelf nieuwe vaardigheden zodanig dat ik mij kan aanpassen aan 
veranderingen in mijn taken? 
4. Ik handel effectief ten aanzien van wijzigingen die het team aangaan? 
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5. Ik leer nieuwe vaardigheden of neem nieuwe taken op me om met 
teamveranderingen om te gaan?  
6. Ik reageerde constructief op veranderingen in taken voor mijn team? 
 
Pro-activiteit  
1. Ik initieer betere manieren om mijn taken te doen? 
2. Ik kom met nieuwe ideeën ter verbetering van mijn werkwijze? 
3. Ik ben in staat om wijzigingen aan te brengen  in de manier waarop ik mijn taken 
doe? 
4. Ik doe voorstellen om mijn team effectiever te maken? 
5. Ik ontwikkelde nieuwe en verbeterde methoden om de effectiviteit van mijn team 
te verhogen?  
6. Ik verbeterde de manier waarop mijn team haar taken doet? 
 
Kwalitatieve motivatie  
1. Waarom levert u of zou u inspanningen willen leveren in uw huidige werk?  
 
 
Extrinsieke sociale regulatie 
1. Om andermans goedkeuring (bijv. leidinggevende, collega's, familie, 
klanten...) te krijgen. 
2. Omdat anderen me meer (bijv. leidinggevende, collega's, familie, klanten...) 
zullen respecteren.  
3.  Om te voorkomen dat ik word bekritiseerd door anderen (bijv. 
leidinggevende, collega's, familie, klanten...).  
 
Extrinsieke materiele regulatie 
1. Omdat anderen me financieel alleen zullen belonen als ik genoeg energie in mijn 
werk heb gestoken (bijv. werkgever, toezichthouder...).  
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2. Omdat anderen me meer werkzekerheid zullen bieden als ik genoeg energie in 
mijn werk gestoken (bijv. werkgever, toezichthouder...).  
3. Omdat ik riskeer mijn werk te verliezen als ik niet genoeg inspanningen lever.  
 
Introjectie  
1. Omdat ik aan mijzelf wil bewijzen dat ik het kan.  
2. Want het maakt me trots op mezelf. 
3. Omdat ik me anders beschaamd zal voelen over mezelf.  
4. Omdat ik me anders slecht zal voelen over mezelf. 
 
Identificatie 
 
1. Omdat ik persoonlijk van belang vind om inspanningen voor dit werk te 
leveren. 
2. Omdat inspanningen leveren voor dit werk aansluit bij mijn persoonlijke 
waarden. 
3. Omdat inspanningen leveren voor dit werk van persoonlijke betekenis voor mij 
is.  
 
Intrinsieke motivatie 
1. Omdat ik met veel plezier mijn werk doe.  
2. Want wat ik op mijn werk doe is spannend.  
3. Omdat het werk dat ik doe interessant is. 
 
HRM-praktijken versus basis noodzakelijkheden 
Vanwege de aangeboden opleidingsmogelijkheden door de organisatie heb ik het 
gevoel dat… 
1. Ik niet werkelijk bekwaam ben om mijn werk te doen(R).  
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2. Ik echt meester ben over mijn taken op het werk. 
3. Ik bekwaam ben om mijn werk uit te oefenen. 
4. Ik soms twijfel, of ik in staat ben om mijn werk goed uit te voeren (R).  
5. Ik goed ben in de dingen die ik doe op mijn werk. 
6.  Ik zelfs de moeilijkste taken op het werk kan uitvoeren. 
 
Vanwege de feedback die ik krijg van mijn leidinggevende, heb ik het gevoel dat… 
1. Ik niet werkelijk bekwaam ben om mijn werk te doen(R).  
2. Ik echt meester ben over mijn taken op het werk. 
3. Ik bekwaam ben om mijn werk uit te oefenen. 
4. Ik soms twijfel, of ik in staat ben om mijn werk goed uit te voeren (R).  
5. Ik goed ben in de dingen die ik doe op mijn werk. 
6.  Ik zelfs de moeilijkste taken op het werk kan uitvoeren. 
 
De manier waarop ik leiding krijg van mijn leidinggevende, geeft mij het gevoel dat... 
1. Ik mezelf kan zijn op mijn werk. 
2. Ik vaak andermans aanwijzingen moet opvolgen (R). 
3. Dat als ik kiezen kon, ik dingen ander zou doen op het werk (R). 
4.  Dat de taken die ik moet doen in overeenstemming zijn met wat ik echt wil 
doen.  
5. De vrijheid heb om mijn werk te doen zoals ik denk dat het, het beste gedaan 
kan worden. 
6. Dat ik gedwongen wordt om dingen te doen die ik niet wil doen (R). 
 
De manier waarop mijn team functioneert, geeft mij het gevoel dat...  
1. Ik niet echt verbonden ben met andere teamleden op mijn werk (R). 
2. Ik deel van een groep. 
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3. Ik niet echt met andere teamleden om ga op mijn werk (R). 
4. Ik met teamleden kan praten over zaken die echt belangrijk voor me zijn. 
BE5. Ik alleen sta ook al ben ik met andere teamleden (R). 
BE6. Een aantal teamleden ook goede vrienden van mij zijn. 
 
Demografische kenmerken  
1. Wat is uw geslacht?  
Mannelijk, Vrouwelijk  
 
2. Wat is uw bezigheid? (open vraag)  
3.  In welk veld bent u werkzaam?  
Economie en bedrijfskunde (1), Juridisch (2), Technologie (3), Sociale 
wetenschappen, taal en communicatie (4), Medische wetenschappen (5), 
Andere wetenschappen, (6), Overig (7).  
4.  Wat is het hoogste niveau van onderwijs/diploma verkregen?  
 MAVO, HAVO, LEAO, LTS, MBO, HBO, Bachelor graad, WO/Master graad, 
overig. 
 
Bedankt voor de tijd die u genomen heeft om de enquête in te vullen. 
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Appendix 2 – Codes and variables  
 
Variable Name Variable Measures 
CREATIVE JOB PERFOMANCE of older employees 
TASK1,2,3 Task, proficiency 
ADAP1,2,3 Task adaptivity 
PROA1,2,3 Task pro-activity 
TTAS1,2,3 Proficiency towards teamwork 
TDAP1,2,3 Adaptivity towards teamwork 
TPRO1,2,3 Pro-activity towards teamwork 
QUALITITATIVE MOTIVATION 
EXTS1,2,3 Extrinsic regulation—social 
EXTM1,2,3 Extrinsic regulation— material 
INTR1,2,3,4 Introjected regulation 
IDEN1,2,3 Identified regulation 
INSI1,2,3 Intrinsic motivation 
HTM-PRACTICES 
TRAIN,2,3,4,5, 
RTRA1,4 
Training 
FB2,3,5,6,RFB1,4  Feedback 
LEI1,4,5,RLEI2,3,6 Participation in decision making 
TW2,4,6 
RTW1,3,5 
Teamwork 
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Appendix 3 – Demographics   
 
The respondents (as far as they answered this question) worked in different industry 
sectors: Economics and Business Administration, Legal affairs, Technology, Social and 
Medical sector and Sciences. They also worked in different professions, like: 
management, project management, technical profession, security, health care, 
administrative assistant, researcher controller, sales.   
 
Table 1. 
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The respondents (as far as they answered this question) varied in their level of 
education from general secondary education until University education. Most of the 
respondents have a technical secondary education or a secondary vocational 
education. 
 
      
Table 2 
 
 
Among the respondents were men and women and the majority (82%) was male.  
 
Table 3. 
